Knowledge economy regards employee knowledge as a most important asset. It is a priority task to ensure systematic knowledge continuity of those employees who are the holders of critical knowledge. The aim of the article is to analyse the causes of mobility of knowledge workers and categorise types of employees and mobility according to the future development of an employee's career. The research areas, i.e. ensuring knowledge continuity and employee turnover were analysed based on the premise of signifi cant relation between those two areas. The data were collected in organizations in the Czech Republic. Surveys were drawn across sectors to ensure representativeness of the outcomes. The outputs revealed two basic approaches to maintaining knowledge inside organizations. Employees can be divided into knowledge workers and remainder, who seek only security. A knowledge worker who decides to transfer is not motivated by the amount of salary (they do not mind a lower level of remuneration); on the contrary they suff er due to an unclear vision on the part of the organization, where they used to work; they cannot stay in conditions where there is no possibility to participate on personal growth. Future research in this area should focus on the return of investments in the knowledge and employee learning, training and retention.
INTRODUCTION
Basic resources -material, fi nancial, human and information -are an elementary prerequisite for the functioning of any organization. Among them the most important are human resources as they drive the other resources and determine their utilization (Maruta, 2012; European Commission, 2011) .
The basic factor of success of any organization is to recruit capable employees, to retain them and to employ them in order to fulfi l set goals (Maruta, 2012; Lindner, Wald, 2011; Vnoučková, 2013) . Organizations, however, have to co-operate with their employees on a systematic, goal-directed and delicate basis from the very beginning. This means to not only utilise their potential, knowledge, experience, skills, abilities and commitment, but also to motivate and stimulate them to make them feel satisfi ed with the organization and to prevent them from leaving (Maxwell, 2012; Vnoučková, 2013) . Last but not least, currently it is necessary to continuously invest in employee management and development (Maruta, 2012) .
With respect to the demographic development of the population in the Czech Republic characterised by retirement of a strong and experienced generation (Smrčka, Arltová, 2012; Czech Statistical Offi ce, 2012) , organizations should be aware of the possibility of losing important knowledge that is likely to occur and of the fact that it is necessary to get ready to avoid to such a situation. By increasing investments in knowledge, its management and employee turnover elimination, it is possible to prevent this threat or at least to minimise it (Levy, 2011; Eucker, 2007; Beazley et al., 2002) .
The aim of the article is to analyse the causes of mobility of knowledge workers and categorise types of employees and mobility according to the future development of an employee's career. One of the partial goals is to evaluate the level of ensuring knowledge continuity in organizations with respect to the demographic development of the population and to identify factors infl uencing employee turnover which causes the loss of knowledge in the Czech Republic.
The fi rst part of the article focuses on the theoretical background while the following part specifi es the methodology of the surveys conducted based on primary data analysis. The chapter on results concentrates on ensuring knowledge continuity in the Czech Republic and the assessment of investments in knowledge and cost of employee turnover. The discussion and conclusion summarises the recommendations relating to the issues discussed.
Theoretical Background of the Work
There is broad consent, confi rmed by renowned surveys and studies of national and international organizations (World Bank, OECD, etc.), about the fact that scientifi c and technological development (research, development, innovation and technological progress) and the improvement of the quality of labour force (education, employees' knowledge and skills) together with effi cient deployment of other capital inputs into the production process have an impact on productivity and signifi cantly contribute to competitiveness and employment and are thus the main driving force of the overall economic growth of society. A knowledge holder can be every worker but only some knowledge (mostly tacit) is necessary and valuable for organizations where these people work (Truneček, 2003; Mládková, 2003) . Each individual acquires knowledge throughout his/her life (Cimbálníková et al., 2012; Levy, 2011) . If employed, these individuals share their knowledge with their colleagues during the work process (knowledge management) and can share their knowledge with potential successors (knowledge continuity management) in order to preserve the knowledge in the organization when an employee leaves (Beazley et al., 2002; Levy, 2011) . Accessible literature (for example Xin et al., 2011; Wood and Reynolds, 2013; Levy, 2011; Eucker, 2007; Beazley et al., 2002) mentions two crucial ways of loss of knowledge by organizations, i.e. the aging of employees, retirement and employee turnover. Straková et al. (2013) states that at present no one doubts that aging of the European population and longer life expectancy bring along radical changes in society. The consequences of demographic development, however, will, according to the Czech Statistical Offi ce (2012), increasingly burden health and economic systems and will lead to a major change in the age structure of people on the labour market. Further, it is necessary to realise that in connection with demographic changes, the Czech Republic will also have to use the potential of older workers in order to achieve economic growth and pension system stabilisation. In the near future, older people (aged 50-64) will become, compare to the young generation (20-34 years of age) and those middle-aged (35-49 years of age), the most numerous age group of the Czech population (Smrčka, Altmanová, 2012) .
With respect to the above said, it is therefore necessary to create jobs for all age categories, which can contribute to the improvement of working conditions and the quality of life of (not only) older employees, but also create an opportunity for society to utilise the potential of workers of all age groups (Straková et al., 2013) .
Knowledge economy regards employee knowledge as a most important asset. Development of demographic aging of the population and a radical increase of workers at retirement age trigger the need for monitoring and considering the age of employees in organizations (Smrčka, Arltová, 2012) . This is the task of the so-called age management, whose purpose is to help to solve challenges brought by demographical changes at workplace in organizations (Cimbálníková et al., 2012; Skoglund and Skoglund, 2005) . It is a priority task to ensure systematic knowledge continuity of those employees who are the holders of critical knowledge. Their age structure may be monitored by age management in order to preserve the knowledge in the organization even a er their leaving to maintain the organization's competitive advantage (Levy, 2011; Urbancová, 2013) . Organizations should realise that the costs of selecting, hiring, training, adaptation and the whole recruitment of a newcomer are quite high, therefore responsible managers should take care about responsible retention of capable employees, preventing employee turnover and also supporting co-operation with employees who have retired (Armstrong, 2002; Bláha, Mateiciuc and Kaňáková, 2005) .
The necessity to retain employees is known, but the intervention into the system is a long term concept. On the other hand, the reasons are not so diffi cult to be found and eliminated. Still, it all comes from the basic needs of the people/employees (Rahman et al., 2013) . It has been acknowledged that employees rarely leave their job position, when they feel confi dent and their needs and wishes are satisfi ed, even when a better job was off ered in another organization (Hsiu-Fen, 2011; Javadi et al., 2012; Vnoučková, 2013) . Most of the staff prefers stability (CIPD, 2004; Kocianová, 2010; Linhartová, 2012) . Employee-friendly organizations that value, empower, recognise, enable, provide feedback and fairly pay their employees will not have a recruiting or an employee turnover problem, because interpersonal relationships and a sense of belonging are two of the main human needs (Harell, Daim, 2010; Hsiu-Fen, 2011; Kocianová, 2010; McClelland, 1987; McGregor, 2006) .
Employee retention is a challenge since millennial employees in particular, change jobs frequently (Harell and Daim, 2010; Javadi et al., 2012) . Kocianová (2010) have pointed out, that employees are missing future certainty. This leads to the fi rst impulse to think about leaving a job position (Beazley et al., 2002) . A missing strategy, lack of communication and information about company future growth, unforeseen eff ects predominating in the organization, lack of quality, ethics, resources, promotion and development all have negative impacts on certainty (Bělohlávek, 2008; Kocianová, 2010 , Vnoučková, 2013 . Employees live most of the week in an organizational environment, and good relationships with their co-workers and the management of the fi rm is crucial for job satisfaction. Corporate culture constitutes a signifi cant factor for employee satisfaction. The management style and organization of workload infl uence the work life of the employee every day, and it is necessary to satisfy employee expectations (Armstrong, 2007; Collins, 2001; Javadi et al., 2012) . The ability of an organization to handle employees and managers equally and the possibility to have time for personal life (part-time employment etc.) fosters employee loyalty. Employees need is also to be recognised in their job positions. The role and position in an organization also have signifi cant impacts on the personal life of an employee (Harell and Daim, 2010; Kim and Scullion, 2013; Kocianová, 2010) . Inputs and impulses, from staff should be reviewed and implemented, if possible (Kocianová, 2010) . Also previous signifi cant experiences of employee, ideas, perception and behaviour of personality are important for employee retention/ turnover. Expectations of the job position are constantly reviewed and evaluated, and the employee decides whether it is according to his/her expectation or not, and to what extent (Kim and Scullion, 2013; Kocianová, 2010) . When a job position does not meet expectations, an employee decides to leave the organization (Vnoučková, 2013) . Specifi c attributes which infl uence employee expectation are balance between work and private life, requirements for work travel, possibility of promotion. Unfulfi lled expectations also arise when an employee has no specifi c expectation before hiring (Kocianová, 2010) . In conclusion, the most important retention recommendations are following:
• Good coaching and interaction between employee and supervisor (communication).
• Opportunity to learn new skills, recognition for a well done job (recognition).
• Good compensation and benefi ts package (remuneration).
• Challenging, rewarding, interesting work (corporate culture).
• Friendly co-workers (relationships).
• Talent and vision of company management team, strategic mission of the company (future certainty).
• Respectful treatment (expectations). Peters (2011) states that the only thing which matters in long term period is focus of an organization and the whole economy on people and human resource management in the way of their education and development. Authors (Peters, 2011; Königová and Fejfar, 2011; Vronský, 2012) highlight the ability of managers and organization to focus on competence models of each manager and employee, to be able to work and be developed as an individual. Vronský (2012) added that the development means development of both work and social abilities -to be in congruence with roles, rituals and to be able to cooperate. Vronský (2012) and Ahmad et al. (2012) additionally states that this eff ort of an organization and managers is returned back by openness, awareness, trustfulness and ability of employees to constantly learn and grow and to respect others (colleagues, customers etc.).
MATERIALS AND METHODS
The research paper is supported by analysis of secondary and primary data sources. To fi nd signifi cant outcomes, comparison, induction, deduction and synthesis were applied. The research areas, i.e. ensuring knowledge continuity and employee turnover were analysed based on the premise of signifi cant relation between those two areas. It has been acknowledged that elimination of negative impact of employee turnover can be achieved by ensuring knowledge continuity (Beazley et al., 2002; Hsiu-Fen, 2011; Levy, 2011) . The main research question is to fi nd relationships between main causes of employee turnover and ensuring knowledge continuity. It is assumed that the reason of employees demotivation and leave determinates his/her willingness to share and transfer his/her knowledge.
Therefore fi rstly, the causes of employee mobility are studied. The survey identifi es reasons of employee turnover related to the organization internal environment. Secondly, those reasons are compared to the main factors aff ecting and having signifi cant impact on knowledge continuity ensuring. The support for this research create studies of internal organizational motivation to share knowledge during leave of an employee (Harell and Daim, 2010; Hsiu-Fen, 2011; Javadi et al., 2012) .
Primary data were obtained through two quantitative surveys. The fi rst survey targeted at ensuring knowledge continuity and the second one at employee turnover. Both surveys focused on workfl ows and employee perception of managerial and organizational factors aff ecting employee satisfaction and willingness to work in the organization and share his/her knowledge. The data were collected in organizations in the Czech Republic. Sampling was organized according to the preselected proportion of organizations in the Czech Republic to represent real situation. Surveys were drawn across sectors to ensure representativeness of the outcomes.
Methodology of the Survey Aimed at Knowledge Continuity
Primary data of the survey aimed at knowledge continuity were obtained by quantitative survey using a questionnaire technique of data collection which has respected the ethical aspects of research (Act No. 101/2000 Coll., on Personal Data Protection). The structure of organizations aimed at knowledge continuity was as follows:
• According to the business sector: private: 71.6% of organizations, public: 28.4% of organizations.
• According to the size (number of employees):
small businesses: 49%, mid-sized businesses: 29%, large businesses: 22% (small: up to 50 employees, mid-sized: 50-249, large: 250+).
Organizations that participated at the survey were selected by quota random sampling among organizations in the Czech Republic. The survey was presented and reachable on the internet (organizations were divided into homogeneous groups according to the criteria specifi ed herein below) and their managers were contacted by e-mail. The e-mail contained internet address specifying link to the individual questionnaire. The structure of respondents corresponded to the structure of organizations in the Czech Republic according to the Czech Statistical Offi ce (CSO) (2012). According to CSO (2012) the private sectors and small organizations play the most important economic role in the Czech Republic.
The questionnaire had 12 questions on the research topic and 4 identifi cation questions (business sector of economy, size of organizations and branch of business). 29% organizations work in services, 16% in industry, 12% in civil engineering and 9% work in banking. A total of 189 organizations were contacted. The overall questionnaire return was 58%, i. e. 109 organizations took part. The questionnaire was completed by managers on the middle and top management level. Questions used special terms generally known by middle and top managers. The terms which may be possibly misunderstood were explicitly defi ned. The survey contained closed and open questions; the fi rst questions focused on the overall level of ensuring knowledge continuity. Those questions were followed by questions which needed deeper understanding to the theme. Questions with more possible answers were used. The statistical tools used for the results analysis was chosen based on the type of the question (contingency tables or other tests -see below).
Primary data in area of ensuring knowledge continuity were evaluated using the tools of descriptive statistics. Within the frame of descriptive statistics, the following tools were used: absolute and relative frequency, a non-parametric Chi-square test and the level of dependence was measured based on Cramer's V. If the p-value calculated by means of the  2 test (Pearson Chi-Square) was lower than the selected level of signifi cance  = 0.05, null hypothesis was rejected, a scale according to de Vaus (2002) was used. To evaluate the data, the SPSS 20 statistical programme and MS Excel 2007 were used.
Methodology of the Survey Aimed at Employee Turnover
The research aimed at employee mobility and turnover was carried out based on two successive questionnaire surveys. The surveys focused on causes of employee dissatisfaction and disaff ection leading to employee turnover. Also the related attitudes and views of the problematic situation of the respondents were studied. The surveyed areas were the main reasons to leave, time period of disaff ection and leaving, level of performance during disaff ection, perception of the next job position, aff ectivity and communication and relationships within the team/organization, when the employee was leaving. These specifi c areas were surveyed twice (new sample of respondent was used to compare the results) to make sure there are no misinterpretations or problems with selected sample. Both questionnaires were completed by 200 employees who had le their jobs and none of the respondents participated twice (each survey collected 100 respondents). In the fi rst survey, data were obtained through an electronic questionnaire which also recorded and partially categorised respondents' answers (CAWI). The second follow-up survey was conducted by the method of CATI (telephone interviewing; answers were entered directly into the computer). The sample was selected and specifi ed to cover the population of employees across all sectors. A multi-level random selection was used. The sample was selected solely for the purpose of the survey among employees aged 20 to 50 who had le their jobs in the course of the precedent year.
Measurements in the fi rst survey were based on closed-end questions with one or several possible answers drawn up on the basis of study of literature sources, documents and other related surveys. The second survey used semantic diff erential; that allowed deeper understanding of nuances in respondents' attitudes expressed in the questionnaire. Osgood scale was used (1 to 7 scale). The scale permitted specifying not only respondents' attitudes, but also the strength of such attitudes (Anderson, 2007) .
Using the method of induction and deduction, factors characterising the internal organizational causes of dissatisfaction of employees leaving their jobs were identifi ed. These factors are as follows: remuneration, security, relationships, recognition, communication, culture and expectations. Firstly, deduction based on metaanalysis of similar papers, surveys and models was used. Secondly, the primary data were used to prove signifi cance of those constructs. For reasons of provable clear understanding, the factors were structured as general, analogically to the survey carried out by Gosling, Rentfrow and Swann (2003) , John, Naumann and Soto (2008) and Benet-Martinez and John (1998) . The conclusiveness of the outcomes was supported by aggregation; by adding individual tested items the superordinate item and the whole were supported. Individual items of the construct sustaining fi nal factors were tested separately and their reliability was added up in the whole. The conclusiveness of factors and their determinants was tested by means of a correlation analysis and factor analysis at the signifi cance level of 0.01. The outcomes indicate direct and strong dependence between employee dissatisfaction with the identifi ed factors and the decision to leave their work position. The factors were therefore used for further analyses.
Due to the same results gained by separate analysis of the fi rst and the second research group the reliability and validity of the surveys was proved.
In order to analyse the data from the survey focusing on the area of employee turnover, the Microso Excel 2007 programme and SPSS were used. The validity of the outputs and relations obtained was supported by descriptive statistical tools; the analysis of variance, non-parametric tests and the methods of correlation, regression and determination were applied for outcome testing. Deeper analyses were conducted using the methods of multivariate statistics, in particular factor analysis (Varimax rotation method; the Kaiser-Guttman rule was applied to determine signifi cant factors; as determinants signifi cant for factor development, those were selected with an absolute value higher than 0.3, as suggested by Anderson (2007) , and key component analysis). The sample examined was not categorised by sex or sector or fi eld of work since the 2 test has not proven any signifi cant statistical diff erences among these groups.
RESULTS
The fi ndings presents the outcomes of researches aimed at ensuring knowledge continuity and employee turnover. Furthermore, productivity decrease is calculated based on the results. Firstly, the importance of ensuring knowledge continuity examined in the Czech organizations is presented and secondly the willingness to share knowledge by leaving employees is discussed. Thirdly the total investments in knowledge caused by disaff ection of employees is studied and quantifi ed.
Importance of Ensuring Knowledge Continuity with Respect to the Demographic Development of Population
Current demographic development increases the focus of organizations on age management. Based on the analysis of the attitudes of European countries towards age management it was found that it is broadly practically applied only in Scandinavian countries. But the importance of age management and thus ensuring knowledge continuity continues to grow everywhere because of the aging of the European population. The aim of the age management is to keep knowledge of employees in the organization while the employee decides to leave. It is also necessary to prevent loss of knowledge (explicit and tacit) and to maintain organizational knowledge when an employee retires or leaves. The changing age structure of the population and labour force, prognoses on society aging and refl ections on possible economic and social consequences are the impulses for both politicians and managers to implement a variety of measures aimed at maintaining a demographic balance, supporting and motivating older employees and, last but not least, ensuring the preservation of the knowledge of these employees.
Analysis of the outputs of the survey focused on the knowledge continuity revealed that the level of ensuring knowledge continuity in organizations in the Czech Republic depends on the level of stimulation on the part of the relevant organization. Additionally, ensuring knowledge continuity depends on evaluation of knowledge (p-value = 0.002, Cramer's V = 0.336, the power of dependency is moderate). Stimulation is necessary for both the leaving employees who are willing and trusting to share knowledge (p-value = 0.024, Cramer's V = 0.217, the power of dependency is low), as well as their successors to encourage their motivation to take over this knowledge (p-value = 0.031, Cramer's V = 0.207, the power of dependency is low). The attitude of the organizations to the evaluation of ensuring knowledge continuity are shown in Tab. I.
The outcomes show that a total of 40% of organizations which ensure, at least to a certain extent, knowledge continuity (most frequently by training successors, however, in most cases this Source: own survey activity is not systematic, but rather random) provide fi nancial compensation of knowledge sharing and transfer. On the contrary, 29% of organizations do not stimulate employees, however require them to share and transfer knowledge. A total of 9% of organizations provide non-fi nancial compensation for these processes while 22% of organizations do not support knowledge sharing, transfer or preservation in any way since they do not consider knowledge to be crucial for their organization. The survey also concentrated on determining whether or not the leaving of an employee who is a holder of critical knowledge will represent a threat for the organization in case no knowledge continuity is ensured. The outcomes show that in 2012 a total of 35% of organizations would be threatened thereby since the level of ensuring knowledge continuity is not suffi cient. On the other hand, 65% of organizations stated that the loss of knowledge would not represent any threat to them (see Tab. II). The outcomes of survey focusing on threats to organizations as a result of loss of knowledge conducted in 2012 diff er from those obtained in surveys in 2010 and 2011. In previous years, more than half of organizations stated that the loss of knowledge as a result of employees leaving due to personnel changes would threaten them. This can mean that organizations increasingly realise the importance of knowledge and the competitive advantages it brings and tend to concentrate more on knowledge continuity. Simultaneously, whether an organization's size has any relevance for ensuring knowledge continuity was tested (see Tab. III).
The dependence between the size and knowledge continuity was tested by Chi-Square test. The p-value of the test was 0.062 and the null hypothesis was not rejected, i. e. ensuring knowledge continuity does not depend on the size of the organization. However the outcomes from the contingency table shows that, out of the representative sample, large organizations tend to ensure knowledge continuity the most (92% responded "yes", 8% "no" from large organizations). This is due to the narrow specialisation of individual working positions. Large businesses are followed by small organizations (up to 50 employees) due to the accumulation of and links between individual positions and then by mid-sized organizations. The largest diff erence between ensuring knowledge continuity and nonensuring was detected in the group of businesses with less than 50 employees. We may say that small organizations probably do not have enough tools to systematically ensure knowledge continuity.
Turnover Factors of Knowledge Employees
According to the outcomes of the research focused on employee turnover, the key factors determining employee mobility of a knowledge or key employees are following: remuneration, culture, certainty, expectations, communication, recognition and relationships (for the formation of the factors see methodology of the paper). Tab. IV shows the validity of individual factors (causes of employee turnover) by means of correlation analysis and determination. Test of correlation coeffi cients confi rmed the importance of all seven factors mentioned above. At the level of signifi cance 0.01, there is a direct and strong dependency between employee dissatisfaction and the above-mentioned factors and their subsequent resignation from the given work position (see Tab. IV). The coeffi cients of correlation and determination are very high, which can be explained fi rstly by the elimination of external factors of employee turnover, but also by targeting the entire survey directly at the employees who have already le their job.
Knowledge worker stagnation or development has been validated by the outcomes of the survey which have demonstrated "leaps" between trends of employee development. The reasons of employee leaving (factors determining resignation from a job) were categorised according to the phases of employee presence in the organization, as follows: early (these reasons occur at the early stage of development -shortly a er an employee's Source: own survey commencement of the job when the performance starts to grow), peak (the reasons for leaving occur at the stage of training when performance continues to grow) and late (the reasons for leaving occur at the stage of decline when confl icts start to occur, dissatisfaction is intensifying and performance starts to decrease). According to the results of the analyses, employees may be divided into two basic groups. The fi rst group needs security and stays in the position while the second wishes to develop and searches for possibilities of development outside the organization if no suitable conditions exist inside the organization. The above validation was supported by the results of factor analysis shown below. Rotation by the Varimax method was applied. The analysis revealed two signifi cant factors. To select signifi cant factors, the Kaiser-Guttman rule was used. For variances and percentage representation explaining individual elements of factors found see Tab. V. The factor analysis was used as the confi rmation test for the results gained from the correlation analysis and non-parametrical statistical tests. The outcomes were tested twice, therefore we may consider the results as relevant.
To construct resultant factors, such determinants were selected as signifi cant whose absolute value exceeded 0.3, as recommended by Anderson (2009) .
Positive and negative dependencies were further analysed (Tab. VI).
With respect to the fact that the survey focused on employees who had already le their jobs, it is necessary to use the same method to evaluate the results of the factor analysis. Factor 1 shows the tendency of leaving employees to stay in the position until they have a place to go to; they are not willing to take any risks despite their evident inclination towards change.
The second factor, on the contrary, confi rms the expected tendencies of employees to leave for development reasons. These employees can be specifi ed as knowledge workers. This factor refers to the leaving of employees who have not been dissatisfi ed in the long run, and whose decision to change was triggered by a critical turning point which they honestly communicated to the organization's management together with their intention to leave. Following their resignation, these employees have found a new job which they feel is better than the previous one. This leads to transfer and personality development.
Described two factors (trends of employee mobility) are summarized in the table below (Tab. VII). The typical behaviour, causes and consequences of the transfer are listed in the table.
Out of the analysis of the data gained from the successive surveys four possible scenarios of Source: own survey employee mobility was constructed and validated.
The validity and reliability was tested by multiple tests including descriptive statistics, correlation, regression and factor analysis. The factor analysis was used as the confi rmation test for the results gained from the correlation analysis and nonparametrical statistical tests. The outcomes were tested independently and than grouped together, therefore we may consider the results as relevant. Additionally, the surveys focused only on jobhoppers. There are only a few hundreds of jobhoppers each year (according to the CSO) and the research collected 200 of those, thus the results may be considered as relevant.
The possible transfer to a diff erent organization, sometimes even to a diff erent sector (public or nonprofi t) was found in the fi rst and second scenario (described below). Additionally it was found that employees who decide to transfer to public or nonprofi t sector are not motivated by high of their salary (they do not mind sometimes lower level of remuneration in mentioned sectors), but contrary they suff er by unclear vision of the organization, where they used to work, they cannot stay in conditions of no possible participation on personal or organizational growth. Those two hypotheses were confi rmed by the results of analysis and validated by outputs which predict transfer of capable, effi cient and knowledge workers to public or non-profi t sector.
Bellow the four possible tendencies of employee mobility are described:
• The fi rst way of mobility is incompatibility of employee expectations about the job position. Unfi lled expectations and presumptions leads to the impersonal confl ict inside the organization. The level of stress grows very fast over the acceptable level and employee leaves the organization. Aff ectivity is so high that the change is almost immediate. This trend is characteristic for employees who do not see possibility of development on current position. There is also lack of compatibility with the organizational culture. The employees who are considered to act according to the fi rst way of mobility can be high educated, talented and capable; those people do not want to hamper their potential in organization which is not satisfactory. The transfer is extremely fast and aff ective and there is a possibility to change the sector.
• The second cause of employee mobility is not only impersonal but it is changed and upgraded to personal. The characteristic of the cause is confl ict between organizational leaders, managers and employees. The employee is incorporated, he/she knows the culture of the organization and his/her position in the organization and he/she discovers partial problems inside which are not considered as according to the interpersonal needs. Problematic is usually recognition, distribution of power, relationships, climate, trust, honesty, ethic and integrity. The perspective employees do not consider their stay in such conditions as acceptable and thus leave. At the time, employees are still at the rise of life cycle curve and therefore transfer can lead to higher potential status and thus rise of career.
• The third type of mobility is characteristic by problems caused by managers and organization arrangement. Employees whose performance is still on the rise are not satisfi ed with the conditions inside the organization. They are trying to change the situation in vain. only with better subjective expected behaviour at the sense of interpersonal factors. In this case, managers are the limit in the performance growth. Organizational rules hold back potential performance of employees who seek for changes for facilitating their work.
• The last (fourth) way of mobility is the possible approach of organization, where negative impact of managers and other organizational workers decreases, thus it does not aff ect limits of employee performance. It leads to independent work of individual. Diff erent self management of employees in introductory and mature period of their life cycle leads to ideal performance. Firstly employed or yet successful defenders of their territory should be coached as they never repeat what they have done before. They have to leave their habits and relationships and learn new ones in new life curve quickly. The reasons to leave the organization and transfer are moved again to impersonal. Employees are not de-motivated by personal factors (relationships, recognition and communication). The reason to leave is reduction of future certainty. The sector of transfer is expected the same as previous. But the fourth scenario is rare.
Investments in Knowledge Versus Cost of Employee Turnover
Investments into employee knowledge as well as in the area of science and R & D are in current knowledge-based economy very important. Knowledge constitute new base of countries' economy. Investments in employee development are usually not recoverable immediately, but rather in a long-term horizon. It takes some time before organizations adapt to the changes of behaviour. The transfer of new knowledge acquired by employees at diff erent types of seminars, courses and training into practice need time, good planning and implementation. Organizations have to take this into consideration and realise that this does not diminish the benefi ts of knowledge improvement of both individuals, teams and the whole organization in any way. However, according to OECD investments of organizations in knowledge tend to grow. The same scenario can be seen in countries' investments in science and research, as expressed in percentage of GDP (western European countries invest on average 1.23% GDP into knowledge, north European countries 2.09% GDP and Czech Republic invest 0.78%). With respect to the fact that organizations and individual countries realise the importance of knowledge, the volume of investments in knowledge is likely to grow.
On the other hand the costs of employee turnover in organizations are shown below. The fi rst formula relates to the decrease or the loss of production per mobility (employee turnover). This was calculated based on the answers of respondents who took part in the surveys on employee turnover.
Bellow the loss of productivity per month is enumerated. The formulas are enumerated per month because of the outputs of the surveys on employee turnover, where respondents enumerated their production decrease per month. To count the loss of productivity, three aspects were taken into account:
• Firstly the average decrease of productivity of an average employee who is deciding to leave current organization. The decision to leave is connected with poorer performance (the performance does not reach the maximum level). The outcomes of the survey have revealed that decrease of performance did not occur only in 22% of respondents. Others mentioned various levels of decrease in performance; signifi cant (80%) loss of work morale was confi rmed by 21% of respondents. On average, productivity dropped by 32%; the calculation coeffi cient therefore equals 0.32. • Secondly, the average period of leaving (the period during which an employee refl ects on whether to stay in or leave the job; it can also cover the notice period) was taken into account. It is calculated based on the results of questionnaire evaluation in which 3% of respondents stated to have le the job the day the turning-point event occurred (the period during which an employee refl ects on whether to stay in or leave the job. It can also cover the notice period or provided circumstances allowed that). Almost 40% of respondents handed in notice immediately a er the turning-point event occurrence and le a er the expiry of the notice period. Another 21% of employees le within 1 year. 13% of employees le the following year and 4% in the course of the third year. Since the calculation takes into account only a one-year period, it is necessary to recalculate the period of leaving with respect to other years and determine the average. Thus the fi nal average (weighted average arising from the outcomes of the survey) period is 6.2 months.
• Thirdly, the cost of limited performance (i.e. decrease of productivity) is calculated on the basis of an average hourly wage in 2012 according to the Czech Statistical Offi ce, i.e. CZK 165, and the percentage of lost productivity. All three aspects of lowered productivity (decrease of productivity, period of leaving and cost of labour hourly wage) can be enumerated as: LP = 0.32 × (165 CZK per hour × 8 hours per day × × 6.2 months) = 58 925 CZK.
It is possible not to consider the decrease in production during the period of new employee training for his/her new job since organizations usually take this into account by off ering lower initial pay/pay without bonuses (despite the above said, organizations suff er some losses because in case of lower employee turnover, there would be no need for the initial training period and the overall production of the country would be higher).
Furthermore, an employee who is changing his/ her job position and receives an unemployment benefi t until s/he fi nds a new job burdens the public budget by drawing these benefi ts and as a result of tax losses. This amount is, according to Čadil et al. (2011) , CZK 8 411 per month. Pursuant to these authors, the average time to fi nd a new job is 5 months. The above fi gure is therefore multiplied. Costs of fl uctuation paid by common budget (unemployment security) is therefore 42 055 CZK.
The total cost of employee turnover per year is ratio metric sum of both above mentioned amounts multiplied by the level of employee turnover. According to the Czech Statistical offi ce there are in Czech Republic 4,885.2 thousand of residents employed. 15% of it is employee turnover. That is 732,780 employees. Summary the cost of employee turnover is 36.874 billion CZK. The above results indicate that the burden caused by employee turnover is rather considerable.
DISCUSSION
As the economic situation of the Czech Republic changed towards a trading economy, employees were likewise aff ected. Straková et al. (2013) states that at present, no one doubts that the aging of the European population and longer life expectancy engender radical societal changes. Previously, a job position was considered a life-time duty. Some employees did indeed remain in that position, but there are also other attitudes. As is normal in other western-oriented economies, employees change their job positions for various reasons. According to the European Commission (2011) and the World Bank, OECD, the need for maximum utilization of basic resources, primary labour and knowledge is the main aim of society. Maruta (2012) and Lindner and Wald (2011) also highlight the need to retain knowledge and skilled employees. In the Czech Republic, the average number of job positions in the life of the active employee is 6 diff erent jobs in diff erent organizations. Thus, we may say that mobility (employee turnover) is a relatively noteworthy topic (Maxwell, 2012; Maruta, 2012; Vnoučková 2013) . Xin et al. (2011), Wood and Reynolds (2013) and Levy (2011) divide the threat of knowledge and employee loss between retirement and employee turnover. With respect to the above, it can be succinctly put that only an organization that is familiar with its intellectual capital can plan its future. If it wishes to be successful, it has to be able to transform both the individual knowledge of its employees and the broader organization knowledge into a common knowledge that becomes part of the organization's culture and signifi cantly enhances its competitiveness. Employee retention is a challenge since employees in particular change jobs frequently (Harell and Daim, 2010; Javadi et al., 2012) . It is necessary to be aware of the fact that frequent changes of knowledge workers due to their departure to competitors or due to negative demographic development related to the aging population place increasing importance on the necessity of effi cient handling of knowledge in organizations, which is in agreement with Smrčka and Arltová (2012) and Levy (2011) .
Despite the growing importance of knowledge as an asset that can distinguish individual organizations in the eyes of customers, organizations continue to face problems related to the loss of critical knowledge of leaving employees since knowledge continuity is not suffi ciently ensured in organizations in the Czech Republic and employee turnover costs are relatively high.
According to the results presented by the authors (Harell and Daim, 2010; Javadi et al., 2012; Levy, 2011; Maxwell, 2012; Maruta, 2012; Wood and Reynolds, 2013 and others) and the results gained in the paper, it is possible to highlight the need for employee turnover management in order to keep key knowledge in the organization and support the growth of the whole economy. In the Czech Republic, there are still gaps in employee turnover and knowledge management. On the other hand, organizations o en ignore the need to invest in knowledge and maintenance thereof (Mráček, 2009) . The economic crisis brought a reduction of new products and services, new patents and also a reduction of expenditure on research, development and education. However, reducing expenditure on research, development and education causes a drop in the number of new products, services, and patents. If an organization cuts expenditure on education and learning, the productivity, innovation and thus ability to attract customers will also be lowered. This phenomenon supports the need of education, learning and care for knowledgeable and skilled employees. Additionally, Mráček (2009) notes that if organizations lower their expenses on education and learning, they make a strategic mistake, because the best employees are no longer motivated to work in organization.
Future research in this area should focus on the return of investments in knowledge and employee learning, training and retention. Nevertheless, there are gaps in current research in this area. The importance of this topic stimulates research into the problems of clarifying whether investments or cost-saving will be more valuable in the future. No agreement has yet been found.
As a general remark, we noticed that there is a strong focus on large and multinational enterprises in the reviewed literature and surveys. These concepts, especially knowledge management are not studied in small or medium sized companies. Similarly, almost no data are related to non-profi t organizations and NGOs.
CONCLUSION
The goal of each country and organization is to support knowledge economy, to be more dependent on knowledge, information, a high level of expertise, and to have access thereto. This is due to the fact that knowledge of any kind plays a crucial role in today's economic processes. Countries and organizations that effi ciently manage their human resources are currently faring better than those that do not. Organizations with a higher knowledge potential systematically overtake those with poorer knowledge. This strategic role is refl ected in the growth of investments in research and development, support of innovation activities, technology transfer, implementation of new technical solutions, education, science and human resources development. The outputs revealed two basic approaches to maintaining knowledge inside organizations. Employees can be divided into knowledge workers and the remainder who seek only security. Based on the research outputs, organizations should focus on revealed knowledge workers and try to eliminate the main reasons why they are dissatisfi ed, why they leave and are not willing to share their knowledge (due to high aff ectivity and fast leave, as revealed by the fi rst scenario). Additionally, possible transfer to a diff erent organization, sometimes even to a diff erent sector was found. A knowledge worker who decides to transfer is not motivated by amount of salary (they do not mind a lower level of remuneration in the sectors mentioned); on the contrary, they suff er from unclear vision on the part of the organization where they used to work; they cannot remain in conditions where there is no possibility to participate in personal growth. There are three main reasons for such transfers. Firstly, it is a personal reason. This is normal (family reasons, children, study, retirement), so this is out of our concern. The second reason is transfer to a diff erent organization due to unsuitable practices perceived in the current one. These practices can be described as problems with seven main unsuitable factors: remuneration, communication, future certainty, corporate culture, relationships, recognition and expectations. And fi nally, the impossibility to grow is the third reason. This third reason is the most important, as knowledge and talented workers can be found among migrants. Such employees use transfers to get to a new, better position and improve their status and career growth. But there are only about 20% of such employees. The rest merely search for a safe place -most staff prefers security and certainty. With respect to the demographic development of the population, organizations should focus more on investments in ensuring knowledge continuity and stimulate and motivate knowledge transfer within the organization in order to prevent the loss of important knowledge if an employee retires or leaves. Motivation is one of the important factors which infl uence the ensuring of knowledge continuity (p-value = 0.031, Cramer's V = 0.207). Employee turnover is determined by seven internal factors and these need to be adjusted accordingly (Pearson's coeffi cient of the factors examined ranges from 0.88 to 0.99 -strong dependence). Investments in knowledge have to be used effi ciently, with an emphasis on knowledge investment recoverability, including long-term recoverability. These investments have to be deployed and used in a way that will improve the system of knowledge management and make it more effi cient, which will lead to better performance of organizations. Organizations need some time to adapt to changes in behaviour and transfer new knowledge acquired by employees. The process of transferring acquired knowledge from leaving employees to their successors requires some time as well. Even the time needed does not decrease the value of the benefi ts of professional qualifi cation development of employees in the given organization. It can be said that investments in intellectual capital are investments in the future of the organization. Without a suitable tool for knowledge management and ensuring its continuity, the return of such investments is not measurable or usable.
